Climate change has become one of the main challenges facing humanity. Over the past decade, this phenomenon, which may have been caused by natural variability and/or human activity, has attracted many scholars from different scientific disciplines to warn of its potential consequences. The author of this paper has decided to address the existence of this important phenomenon in organizational literature. However, upon exploring different academic databases, the rarity of research focusing on climate change and its relationship and/or effect on HR or organizational aspects became obvious. Accordingly, the author recommends other HR and organizational scholars devote considerable space to this phenomenon in their field.
INTRODUCTION
Over the past 5 years climate change has been considered one of the main buzzwords in both socio-political and socioeconomic spheres. Consequently, many policymakers and regulators have asserted its importance in deciding the near future of humanity (Vaara et al., 2010 , Saba et al., 2013 .
Moreover, Zakaria (2014) highlights its role in shaping international peace between countries. Consequently, it has become common to touch on attempts undertaken by governments, various businesses, environmental lobby groups besides other social actors in adopting, managing or maybe in some cases mitigating any expected risks of this phenomenon (Ferguson et al., 2016) .
Despite the fact that climate change is a global challenge that may entail risks and opportunities (Winn et al., 2010) , the response to this phenomenon changes from country to country. insurance and many more will be negatively impacted by climate change, there appears to be three main approaches to climate change at the organizational level.
• The first approach involves mitigating climate-change risks through building a business case for handling environmental related aspects (Spence, 2007) . According to this approach, organizations act as active social leaders that display a balanced concern for safeguarding the environment and subsequently protecting human lives on the one hand, and expecting to yield additional economic returns from their environmentally friendly behaviour on the other.
• The second approach involves believing in the inconsiderable effect that environmental biophysical change has on both the globe and economic prosperity (Hoffman, 2006) . Apparently, the majority of organizations that adopt this approach pay very little attention to their surrounding environment.
• The third organizational approach includes intentionally ignoring all environmental aspects either because of their insignificance in their economic activity or due to the profitoriented culture they trust and employ. Noticeably, this group of organizations exists almost exclusively in developing economies.
Apparently and upon examining different relevant academic databases, the author of the present paper has prepared the following In the academic sense, the author of this paper explores the fact that addressing the relationship between climate change and organizational aspects entails adopting the following academic theories.
• Legitimacy theory: Deegan (2002) highlights that legitimacy theory is considered when discussing the environmental and social behaviour of organizations. Hogner 
CONCLUSION
Despite the importance of climate change in deciding on current and future choices for organizations, there is a scarcity of research addressing the relationship between the changing climate and organizational aspects (e.g. organizational commitment, organizational engagement, organizational involvement etc.). Upon elaborating the importance of this phenomenon and touching upon its potential risks for many industries and business fields, the author of this paper urges HR and organizational scholars to pay more attention to this topic/phenomenon and devote considerable space to examining its effect on employee trust, work stress, job satisfaction, turnover, intentions to leave, absenteeism, job-roles and others.
